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IIFL Home Finance Limited (hereafter ‘IIFL HFC’ or ‘Company’) is an equal opportunity
employer. It is our endeavor to create a culture of a conducive, fair and harmonious
environment amongst its employees and in the company. The employees have the right to
work in an environment free from all forms of discrimination and conduct basis caste, creed,
religion, race, region, gender, etc. which can be considered harassing, coercive, or
disruptive, including sexual harassment. The Company recognizes its responsibility towards
safeguarding and protecting its employees from harassment either by an internal or external
source at the workplace and is committed to providing and ensure a safe, harassment free
working environment to all its employees.

Sexual harassment results in violation of the fundamental right of an equality, under Articles
14 and 15 of the Constitution of India; right to live with dignity, under Article 21 of the
Constitution; and their right to practice any profession or to carry on any occupation, trade or
business in a safe environment that is free from sexual harassment.

The Sexual Harassment of Women at Workplace (Prevention, Prohibition & Redressal) Act,
2013, aims to provide protection against sexual harassment to women, at the workplace,
and prevent and redress complaints of sexual harassment and matters connected therewith
and incidental thereto.

Keeping this in mind and being an equal opportunity employer, IIFL Home Finance Limited
(henceforth referred to as 'HFC’) has formulated a gender-neutral Policy on the Prevention &
Redressal of Sexual Harassment of Employees at the Workplace. All employees are
required to be aware of this policy and to note the consequence of not complying with it.

This policy is applicable to all persons employed at HFC and its subsidiaries and associated
companies, for any work, on a regular, temporary, ad-hoc or daily wage basis, either directly
or through an agent, including a contractor, a coworker, a contract worker, probationer,
trainee, apprentice or called by any other such name. For the purpose of this policy, all those
covered by this policy are hereinafter referred to as “employee (s) / associate (s).

Sexual Harassment is a form of misconduct that undermines the integrity of the employment
relationship. A broad definition of Sexual Harassment would include any physical or verbal
behavior and any form of communication that has unnecessary, improper or unwelcome
sexual connotations. It may consist of, but is not be limited to any of the following:
* Unwanted physical, verbal or visual sexual advances
* Requests or demands for sexual favors
* Innuendos / hints / suggestions of sexual nature
* Actual sexual assault
+ Comments with sexual overtones, sex-related jokes, insults and other sexually colored
remarks
» Unwelcome graphic comments about a person’s body, made in their presence, or
directed towards them
» Unwelcome and inappropriate inquiries about a person’s sex life
* Unwelcome whistling / gestures, directed at a person or group of persons




Touching or brushing against any part of the body

Physical confinement of any part of the body

Physical confinement, against one’s will, and any other act that is likely to violate one’s
privacy

Sexually oriented conduct, which is offensive or objectionable to the recipient,
including, but not limited to, epithets, derogatory or suggestive comments, slurs and
gestures, and offensive posters, cartoons, pictures, drawings, e-mail messages or
SMS mms, etc.

Any other unwelcome physical, verbal or non-verbal conduct of sexual nature

Unwelcome sexual advances (either verbal or physical), requests for favors and
other verbal or physical conduct of a sexual nature constitute sexual harassment
when:

Submission to such conduct is either an explicit or implicit term or condition of
employment (e.g. promotion, training, timekeeping or overtime assignments)

Submission to or rejection of the conduct is used as a basis for making employment
decisions (e.g. hiring, promotion, termination)

The conduct has the purpose or effect of interfering with an individual's work
performance or creating an intimidating, hostile, or offensive work environment

Sexual favoritism exists where a person who is in a position of authority rewards only
those who respond to his / her sexual advances, whilst other deserving employees,
who do not submit themselves to any sexual advances, are denied promotions, merit
rating or salary increases

At HFC, we consider employees equivalent or/and above the grade of Assistant Vice

President as senior employees. Accordingly, the Committee has been constituted having

senior employees as Presiding Officer and members. At least 50% of the members so

nominated shall be women at all times.

A minimum of 3 members including presiding officer shall be present to form Quorum
for conduct of the enquiry.

One member from the NGO as mentioned in the POSH at workplace, 2013.
Presiding Officer and every member of the Committee shall be in office for a period not

exceeding 3 years.

While all employee (s) /associate (s) should adhere to decent behavior and do not
conduct themselves in the manner, as stipulated above, in the unlikely event of any
employee / associate violating the same, the Redressal System is as follows:

a) Internal Complaints Committee (ICC):




An Internal Complaints Committee (ICC) for HFC Group has been constituted
pursuant to the provisions of the Sexual Harassment of Women at Workplace
(Prevention, Prohibition & Redressal) Act, 2013.

Internal Complaint Committee

Member Name Role Contact Email ID
Number
Aarti Marwaha g:cﬁi;drmg 9953011355 aarti.marwaha@iiflhomeloans.com
Manoj Kumar Member 9711559503 kumar.manoj@iiflhomeloans.com
Gunjan Malik Member 9717990775 Gunjan.malik@iifhomeloans.com
. External
Viji Hari Member 9840171717 viji@cecureus.com
S.V.Jagadeeswar Member- : N
Gupta P South 8328054235 sviagadeeswar.pusarla@iiflhomeloans.com
A.Hemamalini g/l;;?rt])er B 9962400510 ahemamalini@iiflhomeloans.com
Swetha Damavarapu [Member —
South 9052122777 swetha.damavarapu@iiflhomeloans.com
Dhiraj Revaji Rathod \I\//Ivtzrsntber B 9967575965 dhiraj.rathod@iiflhomeloans.com
Seema Mukesh \I\//Ivtzrsntber B 9869552492 seema.mukesh@iiflhomeloans.com
Dhanashree Sawai \'\/"V‘Zr;‘tber ~  |8450905786 |dhanashree.sawai@iiflhomeloans.com

b) E-mail Facility:
To enable easy access to the Committee, a dedicated e-mail ID
posh.hfc@iiflhomeloans.com has been set up for receiving complaints under this

policy.

c¢) Tenure of ICC:

Members of the Internal Complaints Committee will hold office for a period of 3
years from the date of their nomination.

d) Scope of ICC:
o To hear and inquire into complaints of sexual harassment
e Torecommend the punitive / corrective actions to the Management

While dealing with the complaint, ICC will ensure strict confidentiality, to the maximum
extent possible, and all information shall be restricted to the concerned members only.

8. Complaints and redressal procedure
1. Any aggrieved employee may make, by drafting an initial e-mail to the dedicated e-

mail 1D, a complaint of sexual harassment at workplace to the ICC, within a period of
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three (03) months from the date of incident, and in case of a series of incidents, within
a period of three (03) months from the date of last incident.

. An “aggrieved employee” refers to a employee, of any age, at all HFC locations,

whether employed or not, who alleges to have been subjected to any act of sexual
harassment by the Respondent.

If the aggrieved employee is unable to make a complaint on account of their physical
or mental incapacity, death or otherwise, their legal heirs may make a complaint.

ICC may, before initiating an inquiry at the request of the aggrieved employee, take
steps to settle the matter between their and the Respondent. Where a settlement is
arrived, no further inquiry shall be conducted by the ICC.

ICC must hold separate meetings with the aggrieved employee and the alleged
harasser to record and investigate the statements given by them. In addition, ICC can
call for any witness / documents / records etc., as are relevant to the case, during the
inquiry.

. The meetings with the Complainant and the alleged harasser will be held by the ICC
or an investigator, as decided by the ICC, at the most convenient HFC location.

In case the Internal Committee arrives at a conclusion that the allegations against the
respondent are true, it shall make recommendations to the employer and, accordingly,
necessary action will be taken against the alleged harasser.

If a false complaint has been filed and the investigation has proved that the motivation
of the Complainant was purely to defame the alleged harasser, disciplinary action will
be taken against the Complainant, similar to the action described in Clause (vii) of this
Policy.

If the findings of the investigation into the allegation of sexual harassment reveal
harassing behavior, the harasser will be subjected to disciplinary action, as per IIFL

employee Code of Conduct. This includes:
» Transfer from the present locations / Department / Positions;
 Demotion;
* Withholding of salary, incentives, bonus or any other remuneration;
» Suspension from services;
e Termination of services;

The Grievance Committee shall recommend action, as suitable to the case, to
the Head- Human Resource who will decide on the next course of actions,
accordingly.

10. If in the opinion of the Committee, the complaint is blatantly false or misrepresented,

or has been ill-motivated, the Committee would recommend the initiation of a suitable
disciplinary action against the Complainant.
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The Complainant and the Respondent have the right to appeal for a review, against the
order of the Committee, to the MD, within 15 days of the Date of the Order. An appeal
may be filed by the aggrieved party, provided she / he can demonstrate that actions
taken on the recommendation of the Committee are violative of natural, procedural and /
or substantive justice. MD shall decide on the Appeal, after hearing the matter, within a
period of one month from the date of filing of Appeal and pass a final Order, as he
deems fit.

The Employer shall initiate an appropriate action, under the Indian Penal Code or any
other law, against such conducts of sexual harassment, by making a complaint with the
appropriate authority, if the same is available, so as to ensure that the victims or
witnesses are not victimized or discriminated, while dealing with complaints of sexual
harassment. The victims of sexual harassment should have the option to seek transfer
of the perpetrator or their own transfer, in such cases.

The Grievance Committee must make an Annual Report to the Audit Committee of IIFL
on the complaints received and actions taken for them.

Awareness initiatives should be undertaken to inform employees about their rights,
when faced with sexual harassment. In particular, they should be prominently notified of
the policy / guidelines, in a suitable manner.




